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M ESSAGE TO THE CHAIR

November 1, 2002

The Honorable Cari M. Dominguez

Chair

Equal Employment Opportunity Commission
Washington, D.C. 20507

Dear Madam Chair:

Pursuant to Section 5(b) of the Inspector General Act (1G Act) of 1978, asamended, | am providing
the Office of Inspector General’s (OIG) Semiannua Report to Congress summarizing our activities
for the 6-month period that ended September 30, 2002. The IG Act requires you to submit this
report, and the management report prepared by the Office of the Chief Financial Officer and
Administrative Services, to the appropriate committees or subcommittees of the Congress within 30
days of receipt.

We appreciate the continuing support and cooperation that you, your management team and Equal
Employment Opportunity Commission employees provide to the Office of Inspector General.

Sincerely,

Qb

Aletha L. Brown
Inspector General
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EXECUTIVE SUMMARY

This is the 27" semiannual report issued by the Equal Employment Opportunity Commission’s
(EEOC) Office of Inspector Genera (OIG) since becoming a statutory Inspector General in 1989,
pursuant to the 1988 amendments to the Inspector General Act of 1978, as amended.

Thisreport summarizes OIG’ s activities and accomplishments for the period April 1, 2002 through
September 30, 2002. This section of the report highlights selected audits, investigations, staff
activities and other projects completed during the reporting period.

During the period, investigations staff closed 155 matters, of which 134 were hotline contacts. OIG
concluded investigations of aleged inappropriate conduct toward acharging party by an EEOC field
officeinvestigator, and of allegationsthat an EEOC field office empl oyee made fal se statementsunder
oath during the course of a deposition taken in connection with a charge of discrimination that the
employee had investigated. OIG currently has investigations ongoing in headquarters and five field
offices regarding allegations of employee misconduct, mismanagement by managers, falsification of
time and attendance records, falsification of charge files, post-employment conflict of interest and
falsification of travel vouchers.

As required by the Government Information Security Reform Act (GISRA), Public Law 106-398,
Title X, subtitle G, the Office of Inspector Genera (OIG) conducted an independent assessment of
the Agency’s information security program. During Fiscal Year (FY) 2002, we completed the
following reviews:

(1) theinformation security training program for new employees,
(2) the access privileges of the Charge Data System (CDS) in a District Office; and
(3) theInternal Security Controlsfor EEOC’s Federal Personnel/Payroll System (FPPS).

Based upon our assessment we concluded that although EEOC isinthe process of developing various
materials to ad in the training of employees in computer security, the Agency lacks a formal
computer security-training program. Moreover, while the Agency’s Office of Information
Technology (OIT) conducted a physical risk assessment in FY’ 02, its scope did not include field
offices. In our view, EEOC needs to conduct a physical security assessment of its field offices to
ensure the security of the Agency’s information system assets in those locations.

Inprevious semiannual reportsto Congress, Ol G had identified four areasthat represented challenges
to the management of EEOC. An evaluation of Agency operations in August 2001 revealed that
utilization of human capital, information technology and security, performance based management
and budgeting and business process re-engineering were the most important challenges facing the
management. Theseareasare being addressedin large measure by the efforts of senior managerswho
have taken the lead in meeting the initiatives of the President’s Management Agenda.

As aresult of work donein the last reporting period, the Agency has made “Getting to Green” one

Equal Employment Opportunity Commission, Office of Inspector General
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of its top priorities, as evidenced by inclusion of related measures in senior executive performance
plans and the issuance of program action plans and timelinesfor meeting the core criteriaassociated
with the variousinitiatives. By the end of the reporting period, action plansfor al fiveinitiatives had
been submitted.

In our March 2002 Semiannua Report, we recommended that management obtain alega review of
the Revolving Fund’ soperationsto determinewhether the ongoing and unreported transfersfromthe
Commission’ sSalariesand Expense appropriation to the Revolving Fund, over thelong term, amount
to an improper augmentation of the Revolving Fund. The Agency referred the matter to the Office
of Legal Counsel (OLC) for alega opinion. OLC reviewed the issue and concluded that as a
technical matter, there was no illega augmentation occurring, but observed that the Revolving Fund
must obtain complete self-sufficiency in order to comply with the Economy Act. OIG is reviewing
OLC's opinion to determine an appropriate course of action relative to this matter.

TheGovernment Performanceand Results Act (GPRA) of 1993, requires Federal agenciesto prepare
annua performance plans and performance reports. OIG conducted its first general assessment of
the Agency’s 2002 Annual Performance Plan and 2000 Annual Performance Report to determine
how well EEOC reports and supports GPRA performanceinformation. OIG submitted adraft report
to EEOC for comment in March 2002. OIG has received and reviewed management’s comments,
and will issue the final report in the first quarter of FY 2003.

Ongoing work includesapreparation for the performance of OIG’ sfirst audit of the Agency’ sannua
financia statement. OIG hasretained the services of a CPA firm to conduct the audit, and field work
will commence in October 2002.

April 1, 2002 to September 30, 2002
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THE OFFICE OF INSPECTOR GENERAL

Thelnspector General Act of 1978 was passed to ensure alevel of integrity and efficiency that fulfills
the Americantaxpayer’ sexpectation for excellenceand accountability inthe Federal Government and
its programs. Inspectors General are under the general supervision of the agency head and have
substantial independence, authority and responsibility to conduct audits and investigations of agency
programs. They havedirect accessto al agency records and materias (physical and electronic); issue
subpoenas for necessary information, data, reports, and other evidence; administer oaths before
taking testimony; hire staff; and request assistance from other Federal, state and local government
agencies. They also act asindependent fact finders, often undertaking initiatives at the request of the
agency head, and provide assessments in such areas as financial management systems and interna
controls. Generally, the Inspector Genera (IG) and agency management pursue the same goal of
efficient and effective program operation and service delivery.

Congress established an Office of Inspector General at the EEOC through the 1988 amendment of
the Inspector General Act, which expanded authority to independent agencies and federa entities.
OIG’ sprimary responsibility isto assist the EEOC by ensuringintegrity, efficiency, and accountability
inthe agency’ s programs to enforce laws against discrimination in the workplace. Specifically, OIG
supports the Agency by carrying out its mandate to independently and objectively conduct and
supervise audits and investigations; prevent and detect fraud, waste, and abuse; and promote
economy and efficiency in programs and operations. The OIG keeps EEOC’ s Chair and members of
the Congress fully and currently informed about problems, recommends corrective action(s), and
monitors the EEOC’ s progress in implementing such action.

ORGANIZATION AND FUNCTIONS

The OIG is under the supervision of the IG, who provides overall direction, coordination, and
leadership to staff. The OIG includes a deputy inspector general, an audit and evaluation staff, an
investigativestaff, anindependent counsel, and an administrative staff. The Deputy Inspector General
serves as alter ego of the Inspector General and has the responsibility for providing overall program
guidance, direction and supervision to audit, evaluation and investigative staffs. The audit program
provides assurance to the Chair and Congress that EEOC programs are working efficiently and
effectively. The audit staff conducts performance and financia audits, aswell as specid reviewsand
evaluations. These audits focus on management controls, administrative and program operations,
transaction processing and financia and other information systems. In special evaluations, the OIG
considers the implications of EEOC programs, operations and policies.

The mission of the investigative program isto perform investigative activities related to the integrity
of the EEOC’ s programs. Most of OIG’ sinvestigations focus on violations of law or misconduct by
Agency employees, as well as, alegations of irregularities or abuses in operations and programs.
When needed, OIG’ sinvestigators work in concert with other law enforcement entities. More than
half of investigative inquiries result from employees and the genera public calling OIG’s 24-hour

Equal Employment Opportunity Commission, Office of Inspector General
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telephone (hotline) to report wrongdoing. A significant amount of these calls concern EEOC's
discrimination complaint process and are referred to the appropriate program office.

OIG sCounsel to the G (CIG) supervisesthe day-to-day operations of the Investigations Program,
and provides independent legal advice on issues concerning crimina law and procedures, evidence,
and administrative and constitutional law as they relate to OIG’s investigative program. Counsel
developslegd interpretationsof appropriationlaw, financial management statutesand regulationsand
procurement and funding rulesin support of the OIG’ saudit program. The CIG reviews each report
product issued by OIG for lega sufficiency. Additionally, the CIG conducts reviews and provides
comments on existing and proposed legidation, regulations, directives and policy issues that affect
EEOC and OIG programs and operations.

The administrative and program support staff maintain control of OIG funds, manage personnel and
procurement operations, operate OIG’ s hotline, respond to inquiries from the public and perform a
variety of other support functions.

During the reporting period one of OIG’s two crimina investigators accepted an appointment with
the Transportation Security Administration.

THE EQUAL EMPLOYMENT OPPORTUNITY COMMISSION

The EEOC isthe federal agency responsible for enforcement of: Title VII of the Civil Rights Act of
1964, as amended; the Equal Pay Act of 1963; the Age Discrimination in Employment Act of 1967
(ADEA); in the Federa sector only, section 501 of the Rehabilitation Act of 1973; Title | of the
Americans with Disabilities Act of 1990 (ADA); and the Civil Rights Act of 1991. These statutes
prohibit employment discrimination based on race, sex, color, religion, national origin, age, or
disability. The EEOC is also responsible for carrying out Executive Order 12067, which promotes
coordination and minimizes conflict and duplication among Federal agenciesthat administer statutes
or regulations involving employment discrimination.

In April 2002, the EEOC initiated a series of workshops designed to share information on the
employment of individualswith disabilitieswith small businesses nationwide. Theworkshops, which
are being devel oped through EEOC’ s Office of Legal Counsel and field offices throughout the U.S.
and inresponseto the President’ sNew Freedom Initiative, will be customized for each group of smdll
business participants. The focuswill be on the advantages of hiring people with disabilities and will
address such topics as permissible questions during job interviews, reasonable accommodations,
recruitment resources, and tax incentives. Anoverview of thisnew program, along with information
on how small businesses can take part in these free workshops across the country, aswell asregiona
EEOC contactsisavailable on the EEOC web site at www.eeoc.gov. In addition, in August 2002,
the EEOC issued The Americans with Disabilities Act: A Primer for Small Business, a practical,
reader-friendly handbook outlining theemployment provisionsof the ADA asthey relateto employees
and job applicants.

April 1, 2002 to September 30, 2002
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On May 21, 2002, the EEOC issued a fina rule to clarify the application of the employment
provisions of the ADA to federal government workers. Thisfina rule implements the amendments
to section 501 of the Rehabilitation Act and updates the EEOC’ s Rehabilitation Act regulation in 29
C.F.R. 81614.203. Fina rule highlights include:

» Thefina ruleincorporates by referencethe EEOC’ s ADA regulation, at 29 C.F.R. Part 1630.

* The regular limits on reassignment of federal employees with disabilities as a reasonable
accommodation, formerly included in 29 C.F.R. §1614.203(g), have been deleted, and the
ADA standard will now be applied.

» Thefind rule amendsthe federa sector disability regulation, 29 C.F.R. 81614.203, and sets
forth the obligation of the federal government to be the “model employer of individuals with
disabilities.”

On August 13, 2002, EEOC issued an extensive five-year litigation study report, covering Fisca
Years 1997 through 2001 (October 1, 1996 - September 30, 2001). The study showed that
approximately 91% of federal employment discrimination lawsuitsinitiated by EEOC are successfully
resolved through Consent Decrees, settlement agreements, and favorable court orders. Additionaly,
EEOC' s successrate in trials is 60.24%, compared to a success rate of 26.8% for private plaintiffs
in employment discrimination lawsuits, and the Agency’ s success rate is 80% in the appedl of trials,
compared to a16% rate of successfor private bar attorneys. Other key points of the study show that
over the five-year period:

» The EEOC filed a total of 1,963 suits - including 1,768 direct suits, 162 subpoena
enforcement actions, 15 Temporary Restraining Orders, 14 interventions, and four suits to
enforce administrative agreements resolving charges.

» A total of 570 cases were filed on behalf of a class (31.9% of al cases); another 1,212
(68.1%) were filed on behaf of individuals.

» Of thetota suitsfiled, cases alleging sex discrimination accounted for 30.1%; suits aleging
retaliation accounted for 22.2%; race discrimination lawsuits constituted 13.5%; disability
cases accounted for 12.8%; age discrimination cases comprised 8.2%; national origin 7%;
religion 4.3%; equal pay 1.6%; and color 0.25%.

e The EEOC obtained $409.7 million in remedial rdief through litigation, with average
monetary benefits per lawsuit resolved at $263,945.

In June 2002, the EEOC rescinded its 1999 Guidance of “Remedies Available to Undocumented
Workers Under Federal Employment Discrimination Laws”, which was necessitated by the Supreme
Court’s decision in Hoffman Plastic Compounds, Inc. v. National Labor Relations Board, 122 S,
Ct. 1275 (2002). Prior to the Hoffiman decision, the EEOC alowed post termination backpay
awards to undocumented workers. In Hoffman the Supreme Court held that federal immigration

Equal Employment Opportunity Commission, Office of Inspector General
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policy precludes an award of backpay to an undocumented worker under the National Labor
Relations Act (NLRA). The Agency indicated that the Supreme Court’s decision in Hoffman does
not adversely affect the government’s ability to root out discrimination against undocumented
workers.

In September 2002, the EEOC filed several post-9/11 backlash national origin and/or religion
discrimination lawsuits including the following:

» TheMiami District Officefiled anational origin discrimination lawsuit against the Chromalloy
Casting Tampa Corporation, a manufacturer of precision investment castings for the
aerospace industry. The lawsuit alleges that a naturalized American citizen of Palestinian
descent was singled out and discharged within days of the 9/11 attacks for no other reason
than his nationa origin.

 The New York District Office filed a religion and national origin lawsuit against the
Worcester Art Museum alleging that an Afghan-American Mudim manwas ostracized by his
co-workers, and one of hisco-workersfasely reported to authoritiesthat the individual was
asuspected terrorist. On January 2, 2002, the individual wasterminated from hisposition as
asecurity guard, without notice, for allegedly taking excessive time to complete his security
rounds on three occasions. Thesuit alleged that the museum failed to take any action against
severa other guards who took longer to complete their rounds.

» The Phoenix Digtrict Office filed a post-9/11backlash religious bias lawsuit against Alamo
Rent-A-Car, LLC and ANC Rental Corporation when acustomer servicerepresentative who
had worked for Alamo since 1999, sought permission to cover her head with a scarf during
the holy month of Ramadan, consistent with her religious beliefs. Alamo had previoudy
permitted the employee to wear a head covering during Ramadan in 1999 and 2000, but
denied her permission in 2001. She was told that Company dress code prohibited wearing
ascarf, despite the fact that Alamo had no such policy.

MANAGEMENT CHALLENGESFACING EEOC

In previous semiannual reportsto Congress, Ol G had identified four areasthat represented challenges
to the management of EEOC. An evaluation of Agency operations in August 2001 reveaed that
utilization of human capital, information technology and security, performance based management
and budgeting and business process re-engineering were the most important challenges facing
management. Theseareasare being addressedin large measure by the efforts of senior managerswho
have taken the lead in meeting the initiatives of the President’s Management Agenda.

The President’s Management Agenda - “ Getting To Green”

The five initiatives of the Presdent’s Management Agenda include: E-Government (E-GOV)

April 1, 2002 to September 30, 2002
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Financid Management, Budget and Performance Integration, Strategic Management of Human
Capital and Competitive Sourcing. In our last report, we reported our assessment of the
Commission’s efforts

in meeting the core criteria requirements associated with the President’ s Management Agenda. We
awarded red lightsin 4 of the 5 initiatives. A yellow light was awarded for the E-Gov initiative.
Since that time, the Commission has devel oped project plans and time linesto meet the core criteria
associated with each initiative. Additionally, senior executive performance plans now include
performance measures that address their efforts to improve programs and operations in these five
critical aress.

Significant progress to improve financia performance isevidenced by OIG’ s upcoming audit of the
Agency’s Fisca Year (FY) 2002 financia statements. Scheduled to begin in October 2002, thisis
the first time that such an audit will be undertaken.

Expanded e-government measures include integrating e-commerce through the Department of
Interior’ sservicecenter. Productivity improvementsobtai nedincludeimplementing web-based Quick
Hire for employee recruitment, integrating core financial systems with procurement and fixed asset
management and implementing the Integrated Mission System pilot in the Baltimore District Office.

Progress towards integrating budget and performance will be evidenced by the FY 2004 budget
submissionto Congress. In other areas, the planned actions are to be implemented over the next few
years. It is imperative that management continue to emphasize the importance of the President’s
Management Agenda. OIG will periodically assess the status of the Commission in meeting its
established timelinesfor ensuring compliance with the Executive Management’ s Scorecard’ scriteria
for success.

In addition to these challenges a mgor overhaul of the federa discrimination complaint processis
anticipated. An important commission meeting with stakeholders will be held in the first quarter of
2003 to obtain their experienceswith, or recommendationsto improve, the current system. Although
year end accomplishmentsreveal ed that arecord high 9,452 appeal swere closed, the age of inventory
was reduced to 256 days compared to 430 days at the beginning of FY 2002, and there were 673
open appeals that were more than 500 days old compared to 3,924 in February 2001, the federal
discrimination complaint process continues to be untimely and burdensome.

Equal Employment Opportunity Commission, Office of Inspector General
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THE AUDIT AND EVALUATION
PROGRAM

All work conducted under the Audit Program supports the OIG Srategic
Goal to improve the economy, efficiency, and effectiveness of EEOC
programs, operations, and activities.

COMPLETED ASSIGNMENTS
During the reporting period a number of audit and evaluation projects were compl eted.
Review of Monetary Benefit I nformation Accuracy

Asreported in our previous semianauua report, adraft report wasissued regarding the accuracy of
monetary benefit information reported inthe Agency’ sCharge Data System (CDS). The scope of the
review involved one field office. Although OIG identified areas where improvement is needed
concerning documentation, overall the casefilesreviewed werefound to be compl ete and supervisory
review evident. A fina report was issued, which reflected management’ s comments and corrective
actions undertaken.

I ndependent Assessment of the EEOC’ s Gover nment | nfor mation Security Reform Act
Compliance

As required by the Government Information Security Reform Act (GISRA), Public Law 106-398,
Title X, subtitle G, the Office of Inspector General conducted an independent assessment of the
Agency’ sinformation security program. During FY’ 02, we completed the following reviews:

(D) the information security training program for new employees,

2 the access privileges of the Charge Data System (CDS) in a District Office; and

3 the Internal Security Controlsfor EEOC’ sFederal Personnel/Payroll System (FPPS).

April 1, 2002 to September 30, 2002



Semiannual Report to Congress 9

During the course of this GISRA reporting cycle, we aso reviewed the Agency’s progress in
computer security training and inthe area of physical security. Based on our reviews, we have noted
the following conditions:

. Computer Security Training — Currently, EEOC does not have a computer
security-training program. The Office of Information Technology (OIT) is in the
process of developing various training materials to aid in the training of EEOC
employees. Furthermore, information technology specidists in agency field offices
need more formal classroom education in information systems and information
security.

. Physical Security Assessment for Field Offices — EEOC needs to conduct a
physical security assessment of itsfield officesto ensure the security of the Agency’s
information system assetsinfied offices. AccordingtotheOIT, inFY’02, aphysica
risk assessment was conducted of the headquarters physica facility and its
mechanical, electrical, communications, plumbing and fire systems. However, the
assessment did not include field offices.

ONGOING AUDIT AND EVALUATION ACTIVITIES

Draft Report - Assessment of Reducing Infrastructure Costs Through Increased Use of
Telework (OIG Report Number 01-13-AMR)

OIG’s objective was to determine whether increased use of telework could create options for
increasing effectivenessand efficiency of selected EEOC infrastructure, particularly officespace. The
central question addressed by the evaluation iswhether, through use of frequent telework, EEOC can
reduce real estate costs while sustaining or improving mission performance. Techniques of the
assessment included designing and building acost model, and assessing survey and focus group data
gathered during visits to four EEOC field offices.

OIG found that implementation of frequent telework could result in substantial net savings for each
of the four field offices we studied. The cost model shows net savings of about $1.3 million in the
first five years. Savings come from office sharing among those who telework frequently, resulting
inreduced space needs. Thislowers costsfor real estate and produces savings that are substantially
higher than the costs to set up and maintain afrequent telework program. Annual cost savingsbegin
in the second year of frequent telework. Maor cumulative savings begin in the third year. OIG
submitted the draft report to EEOC management for comment in September 2002. OIG plans to
issue the final report in November 2002.

Draft Report - Evaluation of EEOC's Perfor mance Planning and Reporting Under the
Government Performance and Results Act (OIG Report Number 01-12-AMR)

The Government Performance and Results Act (GPRA) of 1993 requires Federal agenciesto prepare
annua performance plans and performance reports. The Annual Performance Plan communicates

Equal Employment Opportunity Commission, Office of Inspector General
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what the Agency proposes to accomplish during the fiscal year, how it will be accomplished, and
describes how the Agency will assess whether the desired results were achieved. The Performance
Report communicates results by reporting on achievement of performance measures.

OIG conducted a general assessment of the Agency’s 2002 Annual Performance Plan and 2000
Annual Performance Report to determine how well EEOC reports and supports GPRA performance
information. OIG issued a draft report to EEOC for comment in March 2002. OIG has received
management’ s comments, and will issue the final report in the first quarter of FY 2003.

Assessment of the Implementation of the Federal Personnel/Payroll System (FPPS)

OIG conducted an assessment of the Agency’s Federal Personnel/Payroll System (FPPS)
implementation. This assessment was conducted as part of OIG’s ongoing effort to evaluate the
Agency’s information systems as required by the Government Information Security Reform Act
(GISRA), Public Law 106-398, Title X, subtitle G.

It was our opinion that FPPS has had asuccessful first year. The success of thisimplementation was
largely dueto the level of teamwork exhibited between dl partiesinvolved. OIG found no significant
problems regarding FPPS's overal planning, its implementation, or its execution. Furthermore,
during the year the Agency made significant progress in completing its FPPS data verification effort.

Audit Manual Update
OlG iscurrently inthe process of updating the Audit and Inspection Policy and Procedure Manual.
This operations manual will provide general guidance on policies and procedures to be followed by

the OIG’s auditors, evaluators and other OIG personnel in the performance of their professional
responsibilities. An Audit Manual draft will be issued during the next reporting period.

OTHER AUDIT AND EVALUATION ACTIVITIES

Audit Follow-up

Asrequired by Section 5(a)(3) of the Inspector General Act, as amended, semiannual reports shall
include identification of each significant recommendation previously reported on which corrective
action has not been completed.

OIG engaged in the following followup activities:

Management Advisory - OMB Scorecard and EEOC

In February 2002 OIG issued a Management Advisory to the Chair which used the Executive

Management Scorecard approach to evaluate Agency activitiesand to establish abasdlinefor thefive
initiatives contained in the President’s Management Agenda. As a result of OIG’s review,
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management has made “Getting to Green” one of its top priorities. Fina action plans have been
submitted for dl initiatives. OIG continuesto providetechnical assistanceand will periodically assess
the Agency’s progress in achieving management improvements within established time frames.

OI G PerformanceAudit of theEducation, Technical Assistanceand Training Revolving
Fund, (O1G Report Number 01-07-APO)

In our March 2002 Semiannua Report, we recommended that management obtain alega review of
the Revolving Fund’ s operationsto determine whether the ongoing and unreported transfersfromthe
Commission's Salaries and Expenses (S&E) appropriation, over the long term, amount to an
improper augmentation of the Revolving Fund.

M anagement accepted thisrecommendation and alega review was performed by the Office of Legal
Counsel. The Officeof Legal Counsel (OLC) notesthat the Revolving Fund isreimbursing the S& E
appropriation at increasing levels, and that it plansto achievetotal self-sufficiency withinthe next few
years. Further, they state that as a technical matter, illegal augmentation is not occurring, but that
the Revolving Fund must obtain compl ete self-sufficiency in order to comply with the Economy Act.
OIG isreviewing OLC’ s opinion to determine an appropriate course of action relativeto the matter.

Equal Employment Opportunity Commission, Office of Inspector General
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THE INVESTIGATIVE PROGRAM

The Investigative work performed supports OIG’s Strategic goal

\ to focus limited investigative resources on issues that represent

i the greatest risk, and offer the maximum opportunity, to detect and prevent
fraud, waste and abuse in EEOC programs and operations.

During the period, Investigations staff closed 155 matters, of which 134 were hotline contacts.
Charge processing issues were referred to Ol G by members Congress, other Inspectors Generalsor,
at the request of charging partiesor respondents. These chargeswere either resolved by OIG and/or
directed to fidd offices, the Office of Field Programs (OFP) and the Office of Federal Operations
(OFOQ), for appropriate action.

INVESTIGATIVE INQUIRIES RECEIVED
DURING THE REPORTING PERIOD

ALLEGATIONS TOTAL
Charge Processing 82
Other 42
Title VII 33
Mismanagement 9
Ethics 7
Theft 1
Threats and Assaults 3
Fraud 11
Total 188

April 1, 2002 to September 30, 2002
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COMPLETED INVESTIGATIONS

Allegation of I nappropriate Conduct

OIG concluded aninvestigation of alleged inappropriate conduct toward acharging party by an EEOC
fied office investigator. During the pendency of the investigation OIG adduced evidence that
supported aconclusion that the EEOC investigator made inappropriate commentsto acharging party
and engaged ininappropriate touching of theindividual. 1n so doing, the EEOC investigator violated
several provisons of the Government-wide Standards of Ethical Conduct for Employees of the
Executive Branch set forthin 5 C.F. R. Part 2635.

False Statements Under Oath

OIG concluded aninvestigationinwhich it was alleged that an EEOC field office employee madefase
statements under oath during the course of a deposition taken in connection with a charge of
discrimination that the employee had investigated. OIG found that athough there was insufficient
evidence adduced to establish that the employee made fa se statements under oath, therewas sufficient
evidence to conclude that the employee failed to comply with EEOC procedures established for
conducting discrimination investigations outlined in the EEOC Compliance Manual.

ONGOING INVESTIGATIVE ACTIVITIES

OIG currently has investigations ongoing in headquarters and five field offices regarding allegations
of employee misconduct, mismanagement by managers, falsification of time and attendance records,
fagfication of charge files, post-employment conflicts of interest and falsification of travel vouchers.
Other dlegationsinclude misuse of government equipment, misuse of the government credit card and
impersonation of an EEOC official.

April 1, 2002 to September 30, 2002
Equal Employment Opportunity Commission, Office of Inspector General
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OTHER OIG ACTIVITIES

L egidative and Regulatory Matters

Accountability of Tax Dollars Act

The Office of Inspector General provided comments to OMB in support of H.R. 4685, the
Accountability of Tax Dollars Act of 2002, which would require agencies with budget authority in
excess of $25 million to prepare audited financial statements and the Inspector General to secure an
independent audit of the financial statements. OIG had already established, in cooperation with the
Chief Financial Officer, thegoal of auditing the FY 2002 Agency financia statements. A contract has
been awarded and work will begin in October 2002.

Thefollowing EEOC Orders and Directives were reviewed during the semi-annual reporting period:

Interim Procedures for Processing Complaints of Employment Discrimination Filed Against

Recipients of Federal Financid Assstance, Equa Employment Opportunity (EEO)

Management Directive (MD) 1002

Delegation of Authority - Federal Tort Claims, EEOC Order No. 130.011

Strategic Planning, EEOC Order No. 290.001

Organization, Mission and Functions, EEOC Order No. 110.002

EEOC Te ephone Service, EEOC Order No. 350.002

Organization, Mission and Functions, Chapter VV - Office of Legal Counsel, Chapter VII -

Office of Communication and L egidative Affairs, Chapter | X - Office of Equal Opportunity -

Chapter XlI - Office of Human Resources, EEOC Order No. 110.002

EEOC Correspondence Manual, EEOC Order No. 220.001

EEOC Travel Handbook, EEOC Order No. 345.001

April 1, 2002 to September 30, 2002
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Technology Updates

To expand OI G data gathering capabilitiesand reduce costsfor datagathering and analysistasks, OlG
purchased survey software. The software allows questionnairesto be created, forwarded, received,
and analyzed electronically in an integrated manner. The software was used successfully for entering
and analyzing data gathered for the Assessment of Reducing Infrastructure Costs Through Increased
use of Telework.

Professional Development and Associations

OIG staff members professional associations and committees included the President’s Council on
Integrity and Efficiency and Executive Council on Integrity and Efficiency (PCIE/ECIE) Inspections
and Evaluation Roundtable, the Government Evaluators Group, the Association of Government
Accountants, the EEOC’ s Chapter of Toastmasters International, and the Council of Counsels to
Inspectors General. Staff participated in training that included the PCIE/ECIE Inspector General
Annual Training Conference and Professional Devel opment Seminar on Ethicsin Law Enforcement,
EEOC Executive L eadership Conference, and the Inspector General Auditor Training Institute. The
|G conducted a session on Inspector General and Agency Head Relations during a PCIE/ECIE
orientation for new Inspectors General.

Subject matter training was obtained in information security, computer security for federa
information systems, cybercrime and privacy update, and advanced qualitative data gathering and
anaysis. Staff aso attended courses in time management, decision making and correspondence
tracking systems.

Equal Employment Opportunity Commission, Office of Inspector General
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IGACT CITE REPORTING REQUIREMENTS PAGE

Section 4 (a) (2) Review of Legidation and Regulations 14

Section 5 (a) (1) Significant Problems, Abuses and Deficiencies 8-13

Section 5 (a) (2) Recommendations With Respect to Significant Problems, N/A
Abuses and Deficiencies

Section 5 (@) (3) Significant Recommendations Included in Previous Reports N/A
on Which Corrective Action Has Not Been Completed

Section 5 (a) (4) Matters Referred to Prosecutive Authorities N/A

Section 5 (a) (5) Summary of Instances Where Information Was Refused N/A

Section 5 (@) (6) List of Audit Reports N/A

Section 5 (@) (7) Summary of Significant Reports 8-13

Section 5 (a) (8) Questioned and Unsupported Costs N/A

Section 5 (a) (9) Recommendations That Funds Be Put to Better Use N/A

Section 5 (a) (10) Summary of Audit Reports Issued Before the Commencement of the N/A
Reporting Period for Which No Management Decision Has Been Made

Section 5 (@) (11) Significant Management Decisions That Were Revised During the N/A
Reporting Period

Section 5 (a) (12) Significant Management Decisions With Which the OIG Disagreed N/A

April 1, 2002 to September 30, 2002
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